an approach to improve the climate, thereby promoting integration of individuals with disabilities into the work force, decreasing their levels of occupational stress, and enhancing organizational functioning.
WORKERS WITH DISABILITIES
According to the most recent census data (U.S. Bureau of the Census, 2004), of the more than 164 million non-institutionalized individuals between the ages of 21 and 64, almost 4.5 million had a sensory disability and 12.4 million suffered from a physical disability; of those, approximately 6.2 million were employed in 2003. In the same age group, almost 2 million of the approximately 7 million Americans with mental disabilities were employed.
Overall, individuals with disabilities comprise approximately 7% of the working population (U.S. Bureau of the Census, 2004) . Many of them are employed in lowstatus positions due to limited work experience, stigma, or discrimination in the workplace (Merz et al., 2001) . Although some affected workers are disabled from birth, others may become disabled as a result of injury, either on or off the job. For those who have disabilities before entering the workplace or as a result of non-occupational injuries, the Americans with Disabilities Act of 1990 (ADA) provides opportunities to be included in the work force by providing specific protections and prohibiting discrimination against those qualified to work in a given job (Americans with Disabilities Act of 1990 [ADA], 1991). For workers who become disabled as a result of a workrelated injury, in addition to the ADA, many programs reintegrate injured workers into the workplace through return-to-work initiatives (Salazar, 2001 initiatives, however, certain workplace factors affect attitudes that impact the successful integration, productivity, and well-being of workers with disabilities (Moxley, 2002; Salazar & Beaton, 2000) . Workers with disabilities have been found to be at increased risk for high levels of occupational stress (Merz et aI., 2001) . Job stress is identified as a significant problem in Healthy People 2010 and is targeted in objective 20-9 (U.S. Department of Health and Human Services, 2000) . The National Institute for Occupational Safety and Health has identified a number of work conditions that may lead to stress (National Institute for Occupational Safety and Health [NIOSH], 1999) . Among them are several factors included in the concept of disability climate, including interpersonal relationships (i.e., poor social environment and lack of support from coworkers and supervisors); work roles (i.e., conflicting or uncertain job expectations and too much responsibility); management style (i.e., poor communication in the organization and lack of family-or disability-friendly policies); environmental conditions (i.e., ergonomic problems and unpleasant or dangerous physical conditions); and specific design of tasks (i.e., tasks that do not use workers' skills or, in the case of workers with disabilities, do not provide appropriate accommodation) (NIOSH, 1999) .
DISABILITY CLIMATE
Organizational climate has been known to affect workers' behaviors and attitudes since the 1960s (Schneider & Reichers, 1983) . In recent years, researchers have isolated organizational climates for particular features of the work environment. One prime example is Zohar's work (2003a) regarding safety climate. Orga-130 nizational climate was described as the shared perceptions of members of an organization resulting from an understanding of its policies, procedures, and practices with respect to a particular feature of the work environment; thus, disability climate is evidenced by the workers' perceptions of policies, procedures, practices, and behaviors at all levels of the organization. These perceptions ultimately impact workers' stress experiences. With the use of the ecological model of occupational stress as a framework, disability climate includes several organizational layers that have a direct impact on the occupational stress experienced by workers with disabilities (Salazar & Beaton, 2000) . The Figure illustrates the relationship between the various layers, moderating factors that might blunt, intensify, or modify workers' perceptions of disability climate, and the stress response exhibited by workers.
Disability climate encompasses several levels including societal, peri-organizational, organizational, and work group levels. At each of these nesting levels, specific behaviors, attitudes, and characteristics create the climate perceived by workers. At the societal level are laws that address the rights of individuals with disabilities and the attitudes within society at large toward this population that are recognizable from the representation of disabilities in the popular media and the behaviors exhibited toward individuals with disabilities in the general population. The ADA protects the rights of individuals with disabilities and prohibits discrimination based on disabilities in all areas of life, including employment (ADA, 1991) . The law also requires disability accommodations in public facilities and equal educational opportunity. As a result of this legislation, ramps
Disability Climate Program Components
At the organizational level, specific components might include:
• Participating in meetings with management to introduce the disability awareness program and its potential impact on workers with disabilities within the organization to obtain management's support for the program.
• Reviewing organizational hiring policies, procedures, and practices with respect to individuals with disabilities.
• Reviewing organizational return-to-work policies to ensure appropriate reintegration plan for workers who are disabled.
• Monitoring management communications, written and verbal, for beliefs and attitudes about disabilities inthe workplace.
• Reviewing the new employee orientation program to ensure inclusion of disability awareness topics (e.g., overview of Americans with Disabilities Act of 1990 [ADA], orientation to the organization's beliefs regarding integration of individuals with disabilities into the workplace, and expectations of employees regarding attitudes about disability, support of individuals with disabilities, and intolerance toward discriminatory or insensitive behaviors or communication).
• Reviewing organizational programs to ensure that adequate policies, procedures, and practices are in place to prevent workrelated disability.
• Participating in management-level committees addressing disability in the workplace (e.g., safety committee or risk management committee).
• Determining psychosocial support available forworkers with disabilities and, if unavailable, developing employee assistance program services forthis population.
At the work group level, specific components might include:
• Reviewing worksite accommodations specific to identified workers' disabilities to ensure appropriateness. Such accommodation may include modifying equipment, installing mechanical aids, restructuring jobs, modifying work schedules, providing assistive devices, redesigning workstations, and providing additional training or conditioning (Salazar, 2001 ).
• Reviewing jobdescriptions to ensure ADA compliance with respect to essential job functions.
• Participating in meetings with supervisors and employees to discuss disability awareness issues.
• Providing information to workers with disabilities about their rights and responsibilities under the ADA and availability ofthe occupational health nurse for counseling with respect to disability-related issues.
• Providing disability case management services to ensure that workers with disabilities are provided timely health services and appropriate work accommodations (Salazar, 2001 ).
• Providing training to identified work groups to include education about disability in general, including mandates ofthe ADA, and working with disability specifically (e.g., overview ofthe major disability experienced by the worker[s] inthe group, explanation of accommodations and discussion of how to accommodate workers with disabilities, exercise in accommodation using scenarios, and discussion of specific strategies for the work group and worker[s] with disabilities) (Gates, 2000) .
• Assisting with disability accommodation.
• Monitoring workers with disabilities and assessment of occupational stress levels to determine effectiveness of disability climate programs.
• Modifying disability climate programs based on monitoring, assessment, and feedback from alllevels ofthe organization.
are available for wheelchair access from public streets to enter many buildings; sounds are heard at crosswalks to alert visually impaired individuals that it is safe to cross the street; visual alarms are installed in public buildings for individuals with hearing impairments; and specific disability-related hiring practices must be followed by employers when hiring workers (ADA, 1991) . All of these observable responses to the law impact the way individuals with disabilities are perceived and treated by the public at large. At the peri-organizational level, industry-specific attitudes affect the disability climate as it is perceived by MARCH 2006, VOL. 54, NO.3 workers. Some industries are naturally more "disability friendly" by virtue of the specific work involved. For example, while office work may be no problem for individuals with mobility issues, construction or air transport industries might present insurmountable barriers. Formal and informal policies, procedures, and practices at this level also impact the disability climate perceived by workers in the workplace.
Within the organization, top management has a significant impact on disability climate through written policies, procedures, and practices, formal and informal written and verbalcommunications (i.e., annual reports, strategicplans,
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Promoting Tolerance in the Workplace Matt, S. B., & Butterfield, P. AAOHN Journal 2006; 54(3), 129-133. 1 Disability climate is a key determinant of the successful integration of individuals with disabilities into the work force and a major influence on the level of occupational stress experienced bythis population.
2 Industry-specific attitudes regarding disabilities have an effect on disability climate as perceived byworkers, as doformal and informal policies, procedures, and practices.
3 Occupational health nurses can impact organizational disability climates through implementation of disability climate programs, thus improving workplace conditions for workers with disabilities and reducing occupational stress. and other extra-and intra-organizational documents; organizational newsletters; and communications with departmental supervisors and workers), and attitudes and behaviors toward workers with disabilities. For example, if the positive achievements of employees with disabilities are highlighted in the organization's newsletter, it is clear to all members of the company that individuals with disabilities are valued and recognized by management for their contributions. At this level, perceptions are aggregated across the company and the referent is the organizational-level emphasis on disability integration (Zohar, 2003b) .
The level closest to individual workers with disabilities is the work group, where coworkers and supervisors have the greatest impact on perceived climate. Group climate may differ significantly from one department to another within the same organization by virtue of the discretionary power inherent in supervisory roles (Zohar, 2003b) . Supervisors' attitudes and behaviors toward workers with disabilities and the level of support received from coworkers play an important role in the shared perception of disability climate. One example is a supervisor who makes a point of including disability awareness education at staff meetings and provides recognition to those who have extended themselves to assist a worker with a disability. The extent to which upper management supports these attitudes and behaviors and the implementation of company policies and procedures is indicative of organization-level priorities and is, in tum, integrated into the shared perception of the disability climate (Zohar, 2003b) .
ROLE OF THE OCCUPATIONAL HEALTH NURSE
Occupational health nurses provide health and safety services to employees and employee popula-132 tions, as well as community groups (Salazar, 2001) . Workers with disabilities are one employee population that can benefit from occupational health nursing services. Traditionally, occupational health nurses have been involved in case management services for workers with disabilities that result from work-related and non-work-related illnesses and injuries (Salazar, 2001) . Most frequently, they are involved in returnto-work programs for workers who become disabled on the job, focusing on human and financial costs of workers' compensation, sick leave, and short-and long-term disability (Curtis & Scott, 2004) . Nurses have also ensured appropriate work accommodations for workers with disabilities. The occupational health nurse has an opportunity to improve conditions that affect the occupational stress experiences for this population of workers by impacting disability climate at the organizational and work group levels through organization-wide disability awareness programs.
The two levels that impact disability climate most directly are the organizational and work group levels by virtue of their close proximity to the workers. At the organizational level, written policies, procedures, and practices and formal and informal verbal and written communications directly affect workers' perceptions of disability climate (Zohar & Luria, 2005) . Occupational health nurses should consider their roles at this level of the organization and incorporate disability awareness programs. Specific components of this level and the work group level are listed in the Sidebar on the previous page.
CONCLUSION
Workers with disabilities are at risk for increased levels of job-related stress, both as a result of their disabilities and because of intolerance in the workplace. One factor that influences stress is the shared workers' perception of disability climate within and outside the organization. Occupational health nurses can impact the stress experience of workers with disabilities and promote acceptance and tolerance in the workplace by implementing disability climate programs that affect the organizational and work group levels, thereby improving workers' perceptions of disability climate and ultimately improving the levels of work-related stress experienced by individuals with disabilities.
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